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ABSTRACT
A study was conducted to determine the effects, if any, of 
age and position on the personal value systems of managers in the 
commercial banking industry. There were 305 respondents in the study 
and 191 were classified as high-level managers and 114 were classified 
as low-level managers. Also, 50 of the subjects were under 30 years 
of age, 151 were in the 30 to 40 years category, and 104 were over 40 
years old.
The personal value systems of the managers under-30 years 
of age were not found to be significantly different from the personal 
values possessed by the older managers. Therefore, the "generation 
gap" concept was not strongly supported by the findings of this 
research.
However, the results indicated that young managers disagree 
with old managers about the importance of certain concepts normally 
considered essential for organizational success. One of these con­
cepts significant for age at the .05 level of confidence was Success. 
The older the managers were in this study, the less was the perceived 
importance of Success. Another significant concept was Stockholders, 
where the findings show that the perceived importance of Stockholders 
increases with the age of the participating managers. Further, the 
concept Employees indicated that the managers under-30 rated 
Employees less important than did the two older groups of managers.
The results did not support the contention that the young 
generation is idealistic and the older generations are pragmatic. 
Instead, idealists and pragmatists were found in each age classifi­
cation. In addition, the findings showed that young idealists and 
pragmatists tend to be more extreme in their views than either the 
pragmatic or idealistic members of the older age groups.
The personal value systems of managers in high-level 
positions were not significantly different from the personal value 
systems of managers in low-level positions. Also, the interaction of 
position with age and position with ideology did not indicate signifi­
cance.
In summary, neither position nor age were found to be 
significant determinants of personal value systems.
CHAPTER I
INTRODUCTION
In recent years, much has been written about the emergence 
of a new value system for America's youth. It is often contended 
that this new set of values is distinguishably different from the 
value system possessed by the older generations and is the cause of 
what is commonly referred to as the "generation gap."
The majority of individuals writing about this subject such
1 2  3 II 5as Winthrop, Athos, Friedenberg, Feinberg, and Flacks, among
others, contend that this "generation gap" is not the traditional 
conflict of the generations, but reflects a divide in human conscious­
ness. These authors maintain that the personal values possessed by 
the young are unique and will have a profound effect on our society
^Henry Winthrop, "The Alienation of Post Industrial Man," 
Midwest Quarterly, 9, No. 2 (January, 1968), p. 129.
2Anthony G. Athos, "Is the Corporation Next to Fall,"
Harvard Business Review, 48 (January-February, 1970), pp. 50-51*
Edgar Z. Friedenberg, "Current Patterns of a Generation 
Conflict." Journal of Social Issues. 25, No. 2 (April, 1969)» 
pp. 26-27.
^Mortimer Feinberg, "Making the Generation Gap Work For 
You," Sales Management. 107, No. 6 (September 1, 1971), P* 26.
5Richard Flacks, "The Liberated Generations An Exploration 
of the Roots of Student Protest," Journal of Social Issues, 23, No. 3 
(July, 1967), pp. 52-54.
1
2
and its institutions. More specifically, several writers have specu­
lated about the possible implications of the new values for business 
organizations. Athos states that "the young, with their radical
perception of the world, are destined to shake business, as they are
6 7 8shaking other institutions." Likewise, Booker and Fielden assert
that the new generation is challenging the traditional business
values and authority.
But not everyone agrees that there is a new and different
9 10value system for the young. Parker and Reed, for example, argue
that the "generation gap" has existed almost since the beginning of
time. Chase believes that the values of all Americans are changing
11and do not vary much with age. And Lubell contends that the "gen­
eration gap" is a misleading concept and does not accurately depict
12the relationship between the generations.
Therefore, further clarification of this issue and a 
better understanding of the "generation gap" and the values of the 
young seems needed. If the young generation is unique, a more
 ̂Athos, "Is the Corporation Next to Fall," p. 49*
7'Edward E. Booker, "Business and the Generation Gap," 
Business Horizons, 11, No. 6 (December, 1968), pp. 50-52.
gJohn S. Fielden, "Today the Campus, Tomorrow the Corpo­
rations," Business Horizons, 13» No. 3 (June, 1970), pp. 13-20.
9'Danial Parker, "The Generation Gap— Where the Action 
Is," Advanced Management Journal. 32, No. 3 (July, 1967)* p. 9»
10Robert G. Reed, "Management and the Generation Gap,"
S.A.M. Advanced Management Journal, 36, No. 1 (January, 1971)» P» 17*
■̂ Stuart Chase, "American Values: A Generation of Change," 
Public Opinion Quarterly. 24, No. 3 (Fall, 1965)1 p. 359»
Samuel Lubell, The Hidden Crisis in American Politics 
(New York: W. W. Norton and tiompany, lyyi), p. 185•
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comprehensive knowledge of its values will provide a better basis for 
forecasting the future of society and its institutions. However, if 
their values are basically the same as those of older generations, we 
must depend on more reliable indicators.
NATURE AND PURPOSE OF STUDY
The subject of value systems and the significance of per­
sonal values to organizations is very much a part of contemporary 
management literature. The fact that personal values play an impor­
tant role in organizational success is generally acknowledged. For 
examples:
Personal values are important determinants in 
the choice of corporate strategy.13
Thoughtful students of managerial behavior are 
beginning to develop the notion that an individ­
ual manager's personal value system makes a dif­
ference in terms of how he evaluates information, 
how he arrives at decisions— in short, how he 
behaves.14
The subject of values is an extremely important 
matter for executives because the existence of 
value hierarchies structures the selection of 
managerial goals.15
13William D. Guth and Renato Tagiuri, "Personal Values and 
Corporate Strategy," in Readings in Business Policy, ed. by Edmund 
R. Gray (New York: Appleton-Century-Crofts, 1968), p. 40.
1 1George W. England, "Personal Value Systems of American 
Managers," Academy of Management Journal. 10, No. 1 (March, 1967), 
p. 53.
1*5Joe Kelly, Organizational Behavior (Homewood, Illinois: 
Richard D. Irwin, Inc. and the Dorsey Press, 1969)» P» 621.
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Personal values of top managers are an integral 
component of strategic decisions.
Unfortunately, there is apparently no research that determines the
possible differences in value systems of managers of different ages
17and positions. A study by England measured the personal values of 
American managers and concluded that they are basically pragmatic, 
but the managers in this case were treated as an undifferentiated 
group.
Based on the apparent agreement about the importance of 
values to organizations, it appears reasonable to assume that the 
suggested new value system of the young has significant implications 
for management. Certainly, additional research about the possible 
differences in value systems of managers is needed. Hence, this 
empirically-based study was designed to investigate the effects, if 
any, of age and position on the personal value systems of managers. 
More specifically, it attempted to answer the following types of 
questions:
1. In the banking industry, are the values of young 
managers significantly different from the values of 
older managers?
2. If so, can young managers be considered primarily 
idealistic and old managers primarily pragmatic, as 
much of the literature suggests?
3. Are the values of young and old managers significantly 
affected by level of managerial position?
l6Robert C. Shirley, "The Influence of Personal Values on 
Corporate Strategy," Current Concepts in Management No. £, Louisiana 
State University (July, 1972), p. 8.
■^England, "Personal Value Systems of American Managers,"
p. 58.
5
4- How do bank managers value some of the concepts relevant 
to business organizations and what possible implications 
does this valuation have for management?
For the purposes of this study, personal value systems were
considered to be relatively permanent perceptual frameworks which
shape and influence the general nature of individuals' behavior. "A
value is a conception, explicit or implicit, of what an individual
or a group regards as 'desirable,' and in terms of which he or they
18select, from among available modes, the means and ends of action."
The Values of Youth
The difference in our society between the adult culture and 
the youth culture first began to appear in the 1960s when college 
student behavior seemed to be in marked contrast to student behavior
1Q OAin the 1950s. Authors such as Flacks, and Watts and Whittaker 
studied the changing behavior pattern of students and commented on 
the great difference between the "silent generation" of the 1950s 
and the "activist generation" of the 1960s. Many subsequent studies 
agreed with this observation; and today, many authors suggest that the 
under-30 generation in our society has adopted a system of personal 
values that are significantly different from the personal values of
18Guth and Tagiuri, "Personal Values and Corporate Strat-
egy," p. 42.
19Flacks, "The Liberated Generation* An Exploration of the 
Roots of Student Protest," pp. 52-75*
20William A. Watts and D. N. Whittaker, "Free Speech Advo­
cates at Berkeley," Journal of Applied Behavioral Science, 2, No. 1 
(1962), pp. 42-43*
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the older generations. Thus, as the members of this young generation 
grow older and move into positions of influence, our society will 
undergo important changes to reflect this new value structure.
In attempting to delineate the difference between these
value systems, it is noted that this is basically an issue of ideol-
21 22 23 ogy. As articles by Cowan, Evans, anddnthe Personnel Journal
have indicated, the young generation is viewed as being quite 
idealistic and the older generations are considered basically prag­
matic. "Idealists assert that man reasons about his life, and that 
his behavior and institutions are largely products of his reason. 
Pragmatists— or, more broadly realists— assert that ideas and ide­
ologies are determined by the interests and actions of men rather
2 It 25 26than vice versa." Reich, Gray, and others who support the
"generation gap" contend that this ideological differentiation best
describes the disparity between the generations. A description of
21Gloria Cowan, "The Changing Values of Youth," Personnel 
Administration, 34» No. 6 (November-December, 1971)» P- 23.
22Martin T. Evans, "Managing the New Managers," Personnel 
Administration, 34» No. 3 (May-June, 1971)» P* 31*
2̂  , "Student Attitudes Toward Industry,"
Personnel Journal. 49» No. 6 (June, 1970), p. 517*
2̂ Reo M. Christenson et al., Ideologies and Modern Poli­
tics (New York: Dodd, Mead and Company, 197l)> p. 1$.
2'’Charles G. Reich, The Greening of America (New Yorks 
Random House, Inc., 1970), pp. 234-235*
26Elisha Gray, "Changing Values in the Business Society," 
Business Horizons, 11, No. 4 (August, 1968), p. 25.
this difference is aptly noted in the following opinion expressed by 
Winthrop:
The older generation, industrial man, lives by 
the values of the system of free enterprises 
success, comfort, security, status-striving, 
competition, power, money, role-playing, the 
quest for distraction. The younger generation, 
post industrial man, believes in establishing 
a personal identity, authentic relations between 
man and man, more decentralization politically, 
communally and socially, less alienation, social 
and Christian values, organization for social 
change, the exploitation of science, technology 
and affluence to improve the condition of man 
rather than for profit, cooperation and mutual 
aid, etc.
Further, Hall contends that the concerns of present youth
differ from those of previous generations in the following important
1. There is now more concern about basic values, not just 
different values, but values per se.
2. Action is more important. Not only are values more 
salient, but there is strong emphasis on behaving in 
accord with one’s values. Merely talking about one’s 
values tends to be suspect; values are not trusted 
unless they are backed by action. The cry is, ”Do It!"
3* Personal integrity, honesty, openness and realness are 
more important. After the revolution, hypocrisy may be 
a capital offense!
4. Many of the "new culture" values are humanistic.
Today's youth are more concerned about personal devel­
opment, their own intellectual and especially emotional 
growth, than students were previously.
5. Related to the humanistic and value orientation is a 
concern for the ultimate social value of one's work.
^Winthrop, "The Alienation of Post Industrial Man," p. 123.
Administration. 34, No. 3 (May-June, 1971), pp. 18-19.
28areas:
"Potential for Career Growth," Personnel
8
Not only is the intrinsic meaning and challenge of a 
job important, but also the consequences of one's work 
are more important to youth.
6. The definition of legitimate authority is changing. 
Authority based on age or position is less highly re­
garded. The authority of one's expertise, personal 
style, personal convictions, or accomplishments carries 
much more weight with today's youth.
Predicted Significance of New Values to Management
What, then, are the possible consequences of this alleged 
new youth culture for management? Will the suggested new values of 
the youth result in major changes for business organizations or will 
business continue to operate unaffected by the "generation gap"?
Fielden commented on this issue by stating that the prob­
lems of discontent youth already faced by the campus and the church
29will eventually be faced by management. In his opinion, the new
generation represents a challenge to traditional business values and
authority. In support of this position, Ondrack believes that
today’s youth, unlike older generations, are "predisposed not to
30acquiesce to authority." He contends that they "seem to have an 
aversion for authoritarian organizations and tend to want to avoid 
dealing with authoritarian managers." Evans states that because of 
the new value structure, organizational policies of the traditional 
bureaucracy with its high task specifications, close supervision,
29'Fielden, "Today the Campus, Tomorrow the Corporations,"
pp. 14-15.
30v Danial A. Ondrack, "Attitudes Toward Authority," 
Personnel Administration, 34» No. 3 (May-June, 1971)» PP» 9-16.
9
rigid pay scales, and seniority-based promotions will not serve to
31assist young managers in attaining their goals. Instead, the orga­
nizations will have to develop new policies and practices. Likewise,
Cowan asserts that industry must relate to the new values of youth to 
32be successful. Finally, a more moderate position is taken by
Feinberg who believes today's youth are "firmly committed to the free
enterprise system and traditional American goals of getting ahead and
making money, but reject some of the other values and behavior pat-
33terns that were once seen as essential to these goals."
In summary, the majority of the liter at lire strongly sup­
ports the contention that there is a new value structure for the 
under-30 generation and that youth are disillusioned with today's 
society, and what the older generations have made of it. Conse­
quently, when the opportunity occurs, the young will change society 
and its institutions in accordance with their idealism. Contrary to 
this position, however, there is the opinion that despite appear­
ances to the contrary, the basic values of the young are still the 
same as those of older generations.
The Influence of Structure on Values
In addition to age, another factor which might signifi­
cantly influence the personal value system of an individual is
■̂̂ Evans, "Managing the New Managers," pp. 37-38.
^2Cowan, "The Changing Values of Youth," p. 26.
33Feinberg, "Making the Generation Gap Work For You,"
p. 26.
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structure. When a person assumes a position in an organization, he 
obtains a certain status commensurate with that position. According 
to Scott and Mitchell, this status may be viewed objectively or
Of
subjectively. In the objective sense, status is considered as a
position involving rights and duties arranged in a structure of
human interrelationships. Subjectively, it concerns how people make
status judgments of others. In either case, every status has a role.
Kast and Rosenzweig state that a role is "the composite of culture
patterns associated with a particular status position. It includes
attitudes, values, and behavior ascribed by the society to any and
35all persons occupying a specific position." Davis defines role
as "the pattern of actions expected of a person in his activities
36involving others."
Consequently, when an individual reaches a new managerial 
level, he adopts a behavior pattern appropriate to his new status 
position. One objective of this study, therefore, was to determine 
the effect of position on the personal values of bank managers.
^Sfilliam G. Scott and Terence R. Mitchell, Organization 
Theory; A Structural and Behavioral Analysis (Homewood, Illinois; 
Richard D. Irwin, Inc. and the Dorsey Press, 1972), pp. 195-196.
35Fremont E. Kast and James E. Rosenzweig, Organization and 
Management; A Systems Approach (New York; McGraw-Hill Book Company, 
1970>, P. 260.------ ------
J Keith Davis, Human Behavior at Work; Human Relations and 
Organizational Behavior (New York; McGraw-Hill Book Company, 1972)»
p. 26,
11
THEORY AND STATEMENT OF HYPOTHESES
The purpose o.f this empirically-based study was to inves­
tigate the effects, if any, of age and position on the personal 
value systems of managers. As noted previously, the majority of 
literature concerning the "generation gap" suggests that the youth in 
our society have a new set of values distinguishably different from 
the values of older generations, and it is predicted that these new 
values will have an important influence on organizations. Therefore, 
age has been presented as an important determinant of values. In 
addition, position is mentioned as a possible influence on values, 
but the evidence is not nearly as strong as it is for age. Conse­
quently, based on the existing data, the following theory was postu­
lated for this study.
Theory: Personal value systems of managers are
different for young managers and old 
managers and are not significantly 
affected by level of position.
In other words, a young, low-level manager should have basically the 
same values as a young, high-level manager, but different values from 
an old, low-level manager or an old, high-level manager.












This two-by-two matrix indicates six hypotheses tested in this study, 
which operationally measure the values of managers by age and level 
of managerial position.
Hypothesis 1: The value systems of young managers in low
positions are significantly different from 
old managers in low positions.
Hypothesis 2s The value systems of young managers in low 
positions are significantly different from 
old managers in high positions.
Hypotheses 1 and 2 predict that young, low-level managers 
have different personal values from old managers, regardless of what 
managerial position the older managers are in. These hypotheses are 
supported by the previously cited data suggesting that the under-30 
generation has a different value system from the older generations.
Further, because of the preponderance of literature sup­
porting age as a major indicator of values, it was predicted that the 
values of all young managers would be basically the same and not
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significantly affected by level of managerial position. Therefore, 
the following hypothesis was formulated.
Hypothesis 3: There is no significant difference between
the value systems of young managers in low 
positions and young managers in high posi­
tions.
According to the evidence previously noted, it is assumed 
by many authors that as the young move into positions of influence, 
they will change the institutions of society to reflect their new 
system of personal values. Hence, it is also assumed by these 
authors that as the young move to higher levels of management, their 
values will not change in accordance with their new status and roles. 
Instead, they will continue to represent the values of youth and 
remain distinctly different from the older managers. Therefore, 
this position supports the following hypotheses:
Hypothesis 4: The value systems of young managers in high
positions are significantly different from 
old managers in low positions.
Hypothesis 5: The value systems of young managers in high
positions are significantly different from 
old managers in high positions.
Finally, it was anticipated that all old managers would 
have basically the same personal values regardless of what level of 
management they were in. This prediction led to the following 
hypothesis:
Hypothesis 6: There is no significant difference between
the value systems of old managers in low 
positions and old managers in high positions.
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In summary, this study was designed to determine the effects 
of age and level of managerial position on the personal values of bank 
managers and to test the following hypotheses*
Hypothesis 1: The value systems of young managers in low
positions are significantly different from 
old managers in low positions.
Hypothesis 2; The value systems of young managers in low 
positions are significantly different from 
old managers in high positions.
Hypothesis 3: There is no significant difference between
. the value systems of young managers in low 
positions and young managers in high posi­
tions.
Hypothesis 4s The value systems of young managers in high 
positions are significantly different from 
old managers in low positions.
Hypothesis 5: The value systems of young managers in high
positions are significantly different from 
old managers in high positions.
Hypothesis 6; There is no significant difference between 
the value systems of old managers in low 
positions and old managers in high positions.
LIMITATIONS
One of the limitations of this study is a constraint placed 
on the generalization of the conclusions reached by the occupation of 
the respondents. The respondents were confined to the banking indus­
try and the conclusions reached are only coincidentally valid for 
managers in other industries.
A second limitation was the inability to delimit the 
multitude of factors contributing to an individual's value system.
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Therefore, no conclusions about the causes of the respondents' value 
systems were obtained.
Another limitation was the lack of data about the value 
systems of young and old managers in high and low positions in 
previous periods. Hence, no comparisons could be made to determine 
if the current value systems are significantly different than the 
value systems of prior periods.
The last limitation was a constraint placed on the gener­
alizations of the conclusions reached by the positions of the 
respondents. Since the study was confined to managers, the results 
only suggest further research concerning persons in non-managerial 
positions.
PREVIEW
Chapter II explains the methodology utilized in this 
study and describes the subjects, the questionnaire, and the pro­
cedure used in gathering the data. In Chapter III, the findings of 
the research are presented. In Chapter IV, the findings are 
analyzed, compared to the hypotheses of the study, and implications 
for management are suggested. Finally, Chapter V provides a sum­
mary of the study and suggests future research.
CHAPTER II
METHODOLOGY
This study was conducted to determine the effects, if any, 
of age and position on the personal value systems of managers in the 
commercial banking industry. In this chapter, the methodology used 
in the research is described. The characteristics of the respondents 
are presented first, followed by a discussion on the construction and 
administration of the instrument used to collect the data. Finally,
1 a detailed explanation of the procedure employed in the research is 
presented.
THE SUBJECTS
The subjects in this study were drawn from a sample of 
managers in the commercial banking industry, and the conclusions 
reached are only valid for bank managers. However, the results may 
suggest further research on managers in other industries.
The commercial banks used for this research were selected 
to provide a broad geographical distribution. This was done to mini­
mize the regional bias that might be found in certain locations. 
Although not all major areas of the United States are included, a 
reasonably diverse group is represented. The commercial banks that 










New York, New York 
St. Paul, Minnesota 
Memphis, Tennessee 
Charleston, South Carolina 
Winston-Salem, North Carolina 
Baton Rouge, Louisiana 
Hammond, Louisiana
Because of the location of the banks studied, it was con­
sidered impractical to use personal visits by the author to obtain 
the data. Therefore, the responses of the managers were obtained by 
mail utilizing the procedure described at the end of this chapter.
The participating managers were classified according to age 
into three categories: under 30 years, 30 to AO years, and over AO
years. This scale was selected for age classification to provide a 
sound basis for measuring the "generation gap." Although some con­
fusion exists about what ages are included in the youth culture, the
1term "under-30" is frequently used in the literature. Consequently,
T̂wo examples are: . '•Management Talks About the
Under-30 Generation," Supervisory Management. 1A, No. 8 (August, 
1969)f p» 29; and Robert H. Drumm. "Making Room for Peaceful Revolu­
tionaries," Personnel, A9» No. 3 (May-June, 1972), p. 50.
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based on the computed frequency distribution by age of the respondents 
and the common use of the reference "under-30" in the literature, the 
managers under 30 years of age in this study were considered members 
of the young generation. Further, to provide for the analysis of 
trends and a more potent comparison of the young and old generations, 
the remaining respondents were divided into two groups* 30 to AO 
years and over AO years. This provided a basis for comparison between 
the two extreme groups and overcame some of the limitations of select­
ing age 30 as the cut-off point for the young generation. Also, it 
facilitated analysis of the direction and trend of changes in values 
that may have resulted from changes in age.
In addition to age, the subjects were divided into two • 
managerial levels— high and low. High-level managers were considered 
to be those respondents with the positions of Assistant Vice- 
President, Vice-President, President, or the equivalent. Low-level 
managers were those with the positions or equivalents of Assistant 
Cashier or second-level manager. The classification of the managers 
by managerial level was greatly simplified by the fact that the above 
mentioned positions are traditional in the banking industry. There­
fore, the participants had no difficulty selecting their appropriate 
levels, even if their specific titles were not the same as those 
listed. Also, the participating banks are major banks in their 
respective areas and, therefore, the status of positions should be 
reasonably comparable. The decision to consider the Presidents, 
Vice-Presidents, and Assistant Vice-Presidents as high-level managers 
and the Assistant Cashiers and second-level managers as low-level
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managers was based on the author's experience in banking and the
2opinion of selected bankers interviewed about this issue. It was 
decided that the man in the middle, the Assistant Vice President, 
identifies primarily with higher-level management and should, there­
fore, be included in that group.
In Table I, the age and managerial position variables of 
the respondents are presented. From a total response of 305 managers, 
191 were in high managerial positions and 114 were in low managerial 
positions. Of the 191 high-level managers represented, 9 are in the 
under-30 years age group, 99 are in the 30 to 40 years age group, and 
83 are over 40 years. Further, though only 18 percent of the managers 
under 30 were in high-level positions, the data showed that 66 percent 
of the managers in the 30 to 40 age group and 79.8 percent of those 
over 40 were in upper-management positions. This relationship between 
age and managerial level may be partly explained by role requirements 
of business organizations. Higher-level managers in organizations 
have greater responsibilities than lower-level managers and, 
traditionally, these high positions are staffed with persons having 
many years of managerial experience.
2Several individuals at different managerial levels in a 
bank in Baton Rouge, Louisiana, were asked to give their opinions 
on how the different management positions should be classified.
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TABLE I










Managerial Positions 9 99 83 191
Number in Low
Managerial Positions 41 JSL 21 114
Total Respondents 50 ' 151 104 305
Mean Age in Years 27.1 34.6 47.2 37.7
It can be seen in Table I that 50 of the respondents were 
under 30 years of age, 151 were in the 30 to AO years category, and 
104 were over 40 years old. The mean age of the under 30 years, 30 
to 40 years, and over 40 years groups was 27.1, 34.6, and 47*2, 
respectively. Consequently, the managers classified as members of 
the young generation were 7*5 years younger than the managers in the 
middle age group, and 20.1 years younger than the oldest category of 
managers.
In summary, of the 305 respondents, 191 were in high mana­
gerial positions and 114 were low-level managers. The mean ages 
were 27.1 for the 50 managers under 30 years, 34.6 for the 151 man­
agers in the 30 to 40 years category, and 47*2 for the 104 managers 
over 40 years old.
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THE QUESTIONNAIRE
To collect the data utilized in this research, each partic­
ipating manager was asked to complete a questionnaire. A copy of the 
questionnaire used is found in Appendix A of this dissertation. The 
first page of the instrument is a cover letter. This letter discusses 
the purposes of the study, explains why the individual1s participation 
is needed, and states generally how the data will be used. It also 
requests the participation of the respondent and provides instructions 
for returning the completed questionnaire.
On the second page of the instrument, biographical data and
information about the participant's job were requested. This includes
the individual's age, education, present position, education of
parent, and certain job-related information. From these data, the
managers could be classified according to the age and managerial
level categories noted previously. The respondents were not asked
to give their names, as they were not needed for this research.
Also, the author thought the participation of individuals responding
would be greater if the respondents could not be identified by name.
The third page contained detailed instructions on how the respondents
were to complete the final section of the questionnaire. Adopted
3from Osgood, Suci and Tannenbaum, these instructions Included 
several examples on how to complete the bi-polar adjective scales 
and how to select from the four possible reasons.
^Charles E. Osgood, George J. Suci and Percy H. Tannenbaum, 
The Measurement of Meaning (Urbana, Illinois: University of Illinois 
Press, 1957)t pp. 82-84.
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Finally, the last section of the instrument measured the
I
personal value systems of the participating managers. In order to 
determine the values, a set of 37 concepts to measure individual 
meaning was used. These concepts were selected from a study by 
England^ where 66 tested concepts (from an initial pool of 200) were 
categorized into five classes to measure meanings goals of business 
organizations, personal goals of individuals, groups of people, ideas 
associated with people, and ideas about general topics. The develop­
ment of England's study was based on the rationale that the meaning 
attached to these concepts by an individual manager will provide a 
useful description of his personal value system. Therefore, because 
this method was a tested means of measuring managers' values, three 
of the categories of concepts were selected for use in this study:














































^George W. England, "Personal Value Systems of American 
Managers." Academy of Management Journal. 10, No. 1 (March, 1967)? 
p. 57.
In the questionnaire, each respondent was asked to select 
from seven different response possibilities on a bi-polar adjective 
scale the level of importance he associated with each of the 37 con­
cepts. "The rationale behind the use of this scale is that the 
general value of objects or ideas to an individual is largely a 
function of how important or unimportant he thinks the object or idea 
is."5
In addition, the respondent was asked to select which of 
four reasons (right, wrong, successful, unsuccessful) most accurately 
described the degree of importance he associated with the concept. 
Used by England,^ this technique is designed to measure whether the 
individual’s opinion is based on pragmatic or idealistic rationale. 
The terms "right" and "wrong" indicate idealism, and the terms 
"successful" and "unsuccessful" indicate pragnatism. The results of 
the research validated the use of this measurement, as 35 of the 37 
concepts showed a significant difference between pragmatists and 
idealists.
Care was taken in constructing the questionnaire to make it 
easy for the respondents to understand and complete. The instrument 
was pre-tested at a commercial bank in Baton Rouge, Louisiana, using 
12 managers at various managerial levels as subjects. The pre-test 
was performed under the approximate conditions expected for the 
participants in the larger study. The time used by the pre-test
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respondents to read the cover letter, complete the questionnaire, and 
prepare the instrument for mailing ranged from 9 to about 12 minutes. 
After the instruments were completed, the employees met with the 
author and discussed their reactions to the questionnaire. They 
indicated that they had not experienced any difficulty in understand­
ing and completing the questionnaire and that other bankers should, 
likewise, not have any difficulty. Further, a check of the pre-test 
questionnaires showed that they were completed correctly. Conse­
quently, no changes in the instrument were considered necessary.
THE PROCEDURE
The respondents in this study were obtained with the as­
sistance of several managers in a Baton Rouge, Louisiana, bank where 
the author was formerly employed. A personal visit was made to the 
President of this bank and he offered the bank's cooperation and 
referred the researcher to the Vice President and Cashier and the 
Vice President and Personnel Manager for additional assistance. The 
Cashier and Personnel Manager expressed an interest in the research 
and provided a list of executives in various banks in the United 
States to be contacted. Care was taken in selecting the banks to get 
a broad geographical distribution. A letter was sent to each manager 
on the list, using the Cashier or Personnel Manager as a reference, 
explaining the purpose of the study and requesting permission and 
assistance in conducting the research in the manager's bank. The 
letter used for this purpose is found in Appendix B. After approval 
to conduct the study was granted, the author mailed the appropriate
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number of questionnaires to the contact person for distribution to 
the other managers in the bank.
Once the questionnaires were distributed, the individual 
managers were asked to complete them according to the instructions 
given and to mail the instruments to the author in the stamped, pre­
addressed return envelope. This method enabled the participants to 
remain anonymous, thus hopefully increasing the response rate.
The above procedure was followed for all but two of the 
participating banks. The two exceptions were the Baton Rouge, 
Louisiana, bank previously mentioned and a bank in Hammond, Louisiana. 
In these two banks, personal visits were made to obtain permission to 
conduct the study. Also, the completed questionnaires were sealed 
and returned to the contact person and the author collected them in 
a follow-up visit.
A control number was assigned to each questionnaire as it 
was received and the respondent information was coded and recorded 
on a coding sheet. Of the responses received, 1.9 percent were in­
complete and, therefore, were eliminated. The usable response rate 
was 54.3 percent of the total distributed.
A three-way analysis of variance was performed to analyze 
the responses concerning the bi-polar adjective scales and the 
followings
1. Significance of Age
2. Significance of Position
3. Significance of Ideology
4* Significance of Interaction Between Age and Position
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5. Significance of Interaction Between Age and Ideology
6. Significance of Interaction Between Position and 
Ideology
The results of these analyses are reported in Chapter III.
CHAPTER III
RESULTS OF THE STUDY
As previously mentioned, the subjects' responses to the 
bi-polar adjective scales were measured and classified according to 
age, ideology, position, and interactions. In this chapter, the 
statistical results of this data are presented. Analyses and inter­
pretations of the results are not attempted in this section, but will 
be presented in Chapter IV.
The statistical method used in this study was an analysis 
of variance.^ This method enabled comparison of the respondents' 
value responses with respect to the relevant variables. Table II is 
a summary of the tests showing the significance of the F-ratios for 
the 37 concepts as a function of age, ideology, position, and the 
interactions. A more detailed depiction of the statistical data 
showing sum of squares, degrees of freedom, mean squares, and 
F-ratios for each concept appears in Tables VIII-XLIV in the Appendix 
at the end of this chapter. It should be noted that no three-way 
interactions were attempted in this research, as the author thought 
the results would not be meaningful in testing the stated hypotheses.
The statistical method used in this study was taken from: 
J. P. Guilford, Fundamental Statistics in Psychology and Education 
(4th ed.j New York: McGraw-Hill Book Company, 1965}, pp. 268-303•
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TABLE II
SIGNIFICANCE OF F-RATIOS FOR CONCEPTS AS A 
FUNCTION OF AGE, IDEOLOGY, POSITION, AND INTERACTIONS







High Productivity N.S. ** N.S. N.S. N.S. N.S.
Industry Leadership N.S. ** N.S. N.S. N.S. N.S.
Employee Welfare N.S. ** N.S. N.S. N.S. N.S.
Organizational Stability N.S. ** N.S. N.S. N.S. N.S.
Profit Maximization N.S. ** N.S. N.S. N.S. N.S.
Organizational Efficiency N.S. ** * N.S. * N.S.
Social Welfare N.S. ** N.S. N.S. N.S. N.S.
Organizational Growth N.S. ** App. N.S. N.S. N.S.
* Level of Significance = .05
** Level of Significance = .01
App. = Approaching Accepted Level, Level of Significance = .10 
N.S. = Not Significant at the .05 or .10 Level of Confidence
TABLE II (Continued)







Leisure N.S. ■Xit N.S. N.S. N.S. N.S.
Dignity N.S. ** N.S. N.S. N.S. N.S.
Achievement N.S. ■a* App. N.S. N.S. N.S.
Autonomy N.S. N.S. N.S. N.S. N.S. N.S.
Money N.S. ■a* N.S. N.S. N.S. App.
Individuality N.S. ■a* N.S. N.S. N.S. N.S.
Job Satisfaction N.S. •a* N.S. App. N.S. N.S.
Influence N.S. * N.S. * N.S. N.S.
Security N.S. ■a* N.S. N.S. N.S. N.S.
Power N.S. *a N.S. * N.S. N.S.
Creativity N.S. ** N.S. N.S. N.S. N.S.
* Level of Significance = .05
** Level of Significance = .01
App. = Approaching Accepted Level, Level of Significance = .10 
N.S. = Not Significant at the .05 or .10 Level of Confidence
TABLE II (Continued)







Success * ** N.S. N.S. N.S. N.S.
Prestige N.S. N.S. N.S. N.S. N.S. App.
Employees * ** App. #* N.S. N.S.
Co-workers N.S. ** N.S. N.S. N.S. N.S.
Craftsmen N.S. * N.S. * N.S. N.S.
My Boss N.S. ** N.S. N.S. N.S. N.S.
Owners App. App. N.S. N.S. N.S. App.
Managers N.S. ** App. N.S. App. N.S.
My Subordinates N.S. ** N.S. N.S. N.S. N.S.
Laborers N.S. ** N.S. N.S. N.S. N.S.
My Company N.S. ** N.S. N.S. N.S. N.S.
* Level of Significance = .05
** Level of Significance = .01
App. = Approaching Accepted Level, Level of Significance = .10 
N.S. = Not Significant at the .05 or .10 Level of Confidence
TABLE II (Continued)







Blue-Collar Workers N.S. ** N.S. N.S. N.S. N.S.
Government N.S. * N.S. N.S. N.S. N.S.
Stockholders * ** N.S. N.S. N.S. N.S.
Technical Eknployees N.S. ** N.S. N.S. N.S. App.
Me N.S. ** App. N.S. N.S. N.S.
Labor Unions N.S. * N.S. N.S. App. N.S.
White-Collar Workers N.S. •ap­ App. N.S. App. N.S.
*Level of Significance = .05
**Level of Significance = .01
App. = Approaching Accepted Level, Level of Significance = .10 
N.S. = Not Significant at the .05 or .10 Level of Confidence
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Further, in each analysis of variance test, the analysis was corrected 
for samples of unequal size. The results of the data appear in the 
order of the tests conducted.
RESULTS FOR THE AGE VARIABLE
One of the primary objectives of this study was to determine 
if age is a significant determinant of personal value systems. This 
objective was formulated because much of the literature strongly con­
tends that there is a new value structure for the under-30 genera­
tion. Consequently, based on the supporting data, Hypotheses 1, 2,
4, and 5 suggested that young bank managers have distinguishably dif­
ferent values from old bank managers.
As noted in Chapter II, the participating managers in this 
study were divided into three categories for measuring the effects of 
age on values: under 30 years, 30 to 40 years, and over 40 years.
Based on these age classifications, an analysis of variance test was 
performed on each of the 37 concepts. As noted previously, the 
respondents were asked to evaluate the 37 concepts in terms of 
importance. This was done on a seven point bi-polar adjective scale 
using the terms important and unimportant. No attempt was made to 
define the concepts, as individual interpretation and reaction was 
sought. In other words, the individuals were asked to interpret the 
concepts individually and their reactions were recorded. In Table 
II, a summary of the results of the analysis of variance tests can be 
seen. It is interesting to note that despite the preponderance of 
■literature concerned with the "generation gap," only four of the 37
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concepts showed any significance for the age variable. These four 
concepts were Success, Stockholders, Employees, and Owners.
The concept Success was significant at the .05 level of 
confidence with an F-ratio of 3*98. On the bi-polar adjective scales, 
Success had a mean score of 6.52 for those managers under 30 years 
of age, 6.31 for those between 30 and 40, and 6.01 for those managers 
over 40 years. Thus, the older the managers were in this study, the 
less was the perceived importance of Success.
Stockholders, with an F-ratio of 4*67, reached the .05 level 
of significance with mean scores for the under 30, 30 to 40, and over 
40 years age groups of 5.62, 6.19, and 6.36, respectively. Conse­
quently, the perceived importance of Stockholders increased with the 
age of the participating managers.
With an F-ratio of 3.61, the concept Employees was also 
significant at the .05 level of confidence. For this concept, the 
managers under 30 years had a mean score of 6.29 which was con­
siderably lower than the 6.68 mean for the 30 to 40 years group and 
the 6.67 mean for those managers over 40 years of age.
Finally, the concept Owners approached the accepted level 
of significance with an F-ratio of 2.60 that was significant at the 
.10 level. The remaining 33 concepts, however, were not significant 
for the age variable.
In summary, with only four of 37 concepts showing any sig­
nificance for the age variable, the contention that age alone is a 
significant determinant of personal values was not strongly supported 
in this study.
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RESULTS FOR THE MANAGERIAL POSITION VARIABLE
A second objective of this study was to determine if level 
of managerial position was a significant influence on an individual’s 
personal value system. Much has been written in management literature 
about role playing. It is frequently suggested that when an individ­
ual reaches a new managerial level, he adopts a behavior pattern ap­
propriate to his new position. The question, then, is what effect, if 
any, do positions and roles have on personal value systems?
Because of the strong support of age as an indicator of 
values, it was predicted in this study that the values of bank man­
agers are not significantly affected by level of managerial position. 
Consequently, Hypotheses 3 and 6 suggested that managers of the same 
age classification would have basically the same personal values 
regardless of differences in managerial positions. As noted in 
Chapter II, the participating managers were divided into high and low 
managerial levels. This enabled analysis of variance tests on the 
37 concepts to determine the significance of position on values. If 
a substantial number of concepts showed a significant difference 
between high-level and low-level managers, this would indicate that 
position significantly affects personal values.
As recorded in Table II, only Organizational Efficiency 
with an F-ratio of 5*15 was significant at the .05 level of signifi­
cance. However, Organizational Growth, Achievement, Employees, 
Managers, Me, and White-Collar Employees were approaching the accepted 
level and were significant at the .10 level of confidence.
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In summary, only one concept was significant at the .05 
level of confidence and six approached the accepted level. There­
fore, the contention that level of managerial position is not a 
significant factor in determining an individual’s personal value 
system was supported by the results of this study.
RESULTS FOR THE IDEOLOGY VARIABLE
As noted in Chapter I, it is frequently asserted that 
ideological differences best describes the disparity between the 
generations. In this sense, the young generation is viewed as being 
quite idealistic and the older generations are considered basically 
pragmatic. Thus, another objective of this study was to determine 
if this generalization about the ideologies of the generations is 
valid.
By definition, idealists and pragmatists have different 
personal value systems} therefore, the analysis of variance test for 
significance based on ideology alone served no purpose other than 
validation of the measurement and was not used to either support or 
refute the hypotheses. The significance to this study is found in 
the interaction of the ideology variable with the age and position 
variables.
The results of the research validated the use of the test 
of ideology, as 35 of the 37 concepts showed a significant difference 
between pragmatists and idealists. As can be seen in Table II, only 
Autonomy and Prestige had no significance. Of the remaining 35 con­
cepts, 33 were significant at the .01 level of confidence, four were
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significant at the ,05 level, and one approached the accepted level 
with a .10 level of confidence.
RESULTS FOR THE INTERACTION 
BETWEEN THE AGE AND IDEOLOGY VARIABLES
Hypotheses 1, 2, 4, and 5 of this study suggested that the 
personal values of young and old managers are significantly different. 
Implicit in this suggestion is the assumption that the members of the 
under-30 generation are idealists and the members of the older gen­
erations are pragmatists, which is a position strongly supported by 
much of the literature. Therefore, if these assumptions are correct, 
a test of the interaction between the age and ideology variables 
should show no significance. However, this was not always the case 
in the results of this research. In testing the interaction of the 
age and ideology variables for the 37 concepts measured, five indi­
cated significance. As recorded in Table II, these five concepts 
are Job Satisfaction, Influence, Power, Employees, and Craftsmen.
The concept Job Satisfaction approached the accepted level 
with an F-ratio of 2.89 that is significant at the .10 level of confi­
dence. In Table III, the causes of this significance can be seen.
In the under-30 years age group, the 6.57 mean for the 14 pragmatic
responses is considerably less than the 6.97 mean for the 36
idealistic responses. In the 30 to 40 years classification, the
means of the two ideological groups are less different and, finally, 
for the over-40 group the means are almost the same— 6.65 and 6.71. 
This indicates that for the concept Job Satisfaction, the perceived
37
differences in importance between idealists and pragmatists is less 
for old managers than for ..young managers.
TABLE III
NUMBER AND MEAN SCORES 
FOR INTERACTION OF AGEE AND IDEOLOGY 
VARIABLES FOR JOB SATISFACTION
Under 30
Age Groupings 
30 to 40 Over 40
Number of Pragmatists 14 62 46
Mean of Pragmatists 6.57 6.53 6.65
Number of Idealists 36 89 58
Mean of Idealists 6.97 6.87 6.71
With an F-ratio of 4.02, Influence was significant at the 
.05 level of confidence. As shown in Table IVt the perceived dif­
ference in the importance of Influence for the pragmatic and idealis< 
tic responses in the under-30 and 30 to 40 age groups is slight. 
However, in the over-40 age group, the difference is significant.
The older pragmatic respondents with a mean of 5*39 considered 




NUMBER AND MEAN SCORES




30 to 40 Over h0
Number of Pragmatists 42 117 82
Mean of Pragmatists 5.38 5.03 5.39
Number of Idealists 8 34 22
Mean of Idealists 5.37 4.85 4.27
Whereas Influence showed a greater difference between 
pragmatists and idealists for old managers than for young managers, 
the results for Power, as recorded in Table V, showed the opposite 
result. With an F-ratio of 4.34 and a .05 level of confidence, 
Power indicated a substantial difference between young pragmatists 
and young idealists. With a mean score of 5*26, the young pragma­
tists considered Power much more important than the young idealists 
who had a mean score of only 2.67. In the 30 to 40 and over-40 age 
groups, the pragmatists and idealists also disagreed about the 
importance of Power, but the difference between the ideologies was 
less than for the youngest group of managers.
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TABLE V
NUMBER AND MEAN SCORES




30 to 40 Over 40
Number of Pragmatists 35 102 68
Mean of Pragmatists 5.26 4*86 4.75
Number of Idealists 15 49 36
Mean of Idealists 2.67 3.88 3.33
The test of the concept Employees resulted in an F-ratio of 
5.27 which is very significant at the .01 level. Again, as was the 
case with Job Satisfaction and Power, the importance given to 
Employees was significantly different for young idealists and young 
pragmatists. As noted in Table VI, the young idealists considered 
Employees to be very important with a mean score of 6.89, whereas 
the young pragmatists indicated less importance with a 5*86 mean.
In the two older age groups, the idealists had mean scores of 6.84 
and 6.67 which are very close to the under-30 idealists' mean score. 
However, the pragmatic responses for the older managers were 6.50 
and 6.53 which are significantly greater than the 5.86 mean of the 
under-30 pragmatists. In other words, the difference between 
pragmatists and idealists with respect to the perceived importance 




NUMBER AND MEAN SCORES
FOR INTERACTION OF AGE AND IDEOLOGY
VARIABLES FOR EMPLOYEES
Age Groupings
Under 30 30 to 40 Over 40
Number of Pragmatists 14 





Number of Idealists 36 





Finally, the concept Craftsmen was significant at the .05
level with an F-ratio of 3.34. As can be seen in Table VII, the
idealists and pragmatists in the over-40 age group agreed that the
importance of Craftsmen with mean scores of 5*72 and 5*54»
respectively. However, in the two younger age groups, the idealists
considered Craftsmen significantly more important than did the
pragmatists.
TABLE VII
NUMBER AND MEAN SCORES 
FOR INTERACTION OF AGE AND IDEOLOGY 
VARIABLES FOR CRAFTSMEN
Age Groupings
Under 30 30 to 40 Over AO
Number of Pragmatists 31 





Number of Idealists 19 






In summary, the results of the analysis of variance tests 
for the interaction of the age and ideology variables does not sup­
port the generalization that young managers are idealistic and old 
managers are pragmatic. Instead, both ideologies were represented 
in each age group.
RESULTS FOR THE INTERACTION 
BETWEEN THE AGE AND POSITION VARIABLES
The hypotheses in this research suggested that the personal 
values of bank managers are primarily determined by age and are not 
significantly affected by level of managerial position. It was pre­
dicted that the personal values of the participants in this study 
would be basically the same for the members of each age classifica­
tion regardless of their differences in position. Therefore, if this 
prediction is correct, the analysis of variance tests of interaction 
between the age and position variables should show no significance.
The results of the tests showed only one concept meeting 
the required level of significance. The concept Organizational 
Efficiency had an F-ratio of 4.17 which is significant at the .05 
level of confidence. In addition, three concepts approached the 
accepted level with F-ratios significant at the .10 level. These 
three concepts were Managers, Labor Unions, and White-Collar 
Employees. However, the other 33 concepts indicated no significance 
for the interaction between the age and position variables.
In summary, only one concept was significant at the .05 
level of confidence and three approached the accepted level.
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Therefore, the results of this study supported the contention that the 
interaction of age and position is not a significant factor in deter­
mining personal values.
RESULTS FOR THE INTERACTION 
BETWEEN THE POSITION AND IDEOLOGY VARIABLES
As previously noted, the "generation gap" is frequently 
asserted to be a result of an ideological difference between young and 
old. The young generation is considered to be idealistic and the 
older generations are considered to be pragmatic. Consequently, it 
was anticipated in this research that ideologies could be identified 
by age classifications, but not by level of managerial position as 
each level of position would contain members of each age group.
It was predicted that analysis of variance tests of inter­
action between position and ideology would indicate no significance. 
This prediction was verified by the results of the study, as none of 
the 37 concepts met the required level of significance for this test 
of interaction. Further, only the concepts Money, Prestige, Owners, 
and Technical Employees even approached the accepted level.
In summary, the analysis of variance tests of the inter­
action between position and ideology resulted in no significance at 
the accepted level of confidence. Therefore, the suggestion that 
ideologies cannot be identified by level of managerial position was 










SUMMARY OF RESULTS BY HYPOTHESES
The value systems of young managers in low positions 
are significantly different from old managers in low 
positions.
The value systems of young managers in low positions 
are significantly different from old managers in high 
positions.
The value systems of young managers in high positions 
are significantly different from old managers in low 
positions.
The value systems of young managers in high positions 
are significantly different from old managers in high 
positions.
Hypotheses 1, 2, 4» and 5 predicted that the personal 
value systems of young and old managers are signifi­
cantly different. The results of the research only 
partially supported this prediction. In the results 
of the analysis of variance tests, only four of the 37 
concepts showed any significance for the age variable. 
Also, in the tests of interaction between age and 
ideology, the findings showed that there are both 
pragmatists and idealists in each age group. There­
fore, the generalization that young managers are 
idealistic and old managers are pragmatic was not 
confirmed by the findings.
There is no significant difference between the value 
systems of young managers in low positions and young 
managers in high positions.
There is no significant difference between the value 
systems of old managers in low positions and old 
managers in high positions.
Hypotheses 3 and 6 suggested that the personal values 
of bank managers would not be significantly affected 
by level of managerial position. The results of the 
research supported these hypotheses. In the tests of 
the position variable, only one of 37 concepts was 
found to be significant at the accepted level.
Further, in the tests of interaction between age and 
position, again only one concept showed significance.
APPENDIX TO CHAPTER III
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TABLE VIII
ANALYSIS OF VARIANCE 
FOR HIGH PRODUCTIVITY VARIABLE 








Regression 17.87 9 1.99 4.58*
Age 1.01 2 0.51 1.17
Ideology 11.55 1 11.55 26.67*
Position 0.19 1 0.19 0.45
Age and Ideology 0.29 2 0.15 0.33
Age and Position 0.18 2 0.09 0.21
Position and 
Ideology 0.20 1 0.20 0.46
Error 127.77 295 0.43
*Level of Significance .01
TABLE IX
ANALYSIS OF VARIANCE 
FOR INDUSTRY LEADERSHIP VARIABLE 








Regression 21.03 9 2.34 2.62*
Age 2.98 2 1.49 1.67
Ideology 14.32 1 14.32 16.07*
Position 0.44 1 0.44 0.49
Age and Ideology 0.89 2 0.45 0.50
Age and Position 0.34 2 0.17 0.19
Position and 
Ideology 0.04 1 0.04 0.05
Error 262.76 295 0.89
*Level of Significance .01
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TABLE X
ANALYSIS OF VARIANCE 
FOR EMPLOYEE WELFARE VARIABLE








Regression 19.57 9 2.17 4.15*
Age 2.27 2 1.14 2.16
Ideology 4.58 1 4.58 8.74*
Position 0.46 1 0.46 0.86
Age and Ideology 1.71 2 0.85 1.63
Age and Position 0.61 2 0.31 0.57
Position and 
Ideology 0.28 1 0.28 0.54
Error 154.59 295 0.52
*Level of Significance .01
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TABLE XI
ANALYSIS OF VARIANCE 
FOR ORGANIZATIONAL STABILITY VARIABLE 








Regression 21.82 9 2.42 1.68*
Age 3.47 2 1.74 1.20
Ideology 15.53 1 15.53 10.74**
Position 3.35 1 3.35 2.32
Age and Ideology 0.64 2 0.32 0.22
Age and Position 1.08 2 0.54 0.37
Position and 
Ideology 0.59 1 0.59 0.41
Error 426.29 295 1.45
*Level of Significance .10
**Level of Significance .01
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TABLE XII
ANALYSIS OF VARIANCE 
FOR PROFIT MAXIMIZATION VARIABLE








Regression 27.17 9 3.02 5.09*
Age 1.76 2 0.88 1.49
Ideology 17.50 1 17.50 29.49*
Position 1.38 1 1.38 2.32
Age and Ideology 0.13 2 0.07 0.11
Age and Position 1.42 2 0.71 1.19
Position and 
Ideology 0.41 1 o./a 0.69
Error 175.04 295 0.59
*Level of Significance .01
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TABLE XIU
ANALYSIS OF VARIANCE 
FOR ORGANIZATIONAL EFFICIENCY VARIABLE








Regression 31.59 9 3.51 6.46**
Age 1.33 2 0.67 1.22
Ideology 23.53 1 23.53 43.34**
Position 2.80 1 2.80 5.15*
Age and Ideology 0.97 2 2.49 0.89
Age and Position 4.53 2 2.27 4.17*
Position and 
Ideology 0.22 1 0.22 0.41
Error 160.19 295 0.54
*Level of Significance .05
**Level of Significance .01
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TABLE XIV
ANALYSIS OF VARIANCE 
FOR SOCIAL WELFARE VARIABLE








Regression 60.86 9 6.76 3.44*
Age 2.98 2 1.49 0.76
Ideology 38.79 1 38.79 19.73*
Position 0.91 1 0.91 0.46
Age and Ideology 2.56 2 1.28 0.65
Age and Position 6.24 2 3.12 1.5S
Position and 
Ideology 0.97 1 0.97 0.49
Error 578.06 295 1.97
*Level of Significance .01
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TABLE XV
ANALYSIS OF VARIANCE 
FOR ORGANIZATIONAL GROWTH VARIABLE
BY AGE, IDEOLOGY, POSITION, AND INTERACTIONS
Sum of Degrees of Mean
Source Squares Freedom Square F-Ratio
Regression 31.07 9 3.45 3.69**
Age 0.96 2 0.48 0.51
Ideology 22.80 1 22.80 24.39**
Position 2.58 1 2.58 2.76*
Age and Ideology 0.23 2 0.12 0.12
Age and Position 1.96 2 0.98 1.04
Position and 
Ideology 0.25 1 0.25 0.27
Error 275.85 295 0.94
*Level of Significance .10
**Level of Significance .01
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TABLE XVI
ANALYSIS OF VARIANCE 
FOR LEISURE VARIABLE 








Regression 45.71 9 5.08 3.08*
Age 0.89 2 0.45 0.27
Ideology 24.40 1 24.40 14.81*
Position 0.00 1 0.00 0.00
Age and Ideology 1.51 2 0.76 0.46
Age and Position 3.42 2 1.71 1.04
Position and 
Ideology 0.35 1 0.35 0.21
Error 486.02 295 1.65
*Level of Significance .01
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TABLE XVII
ANALYSIS OF VARIANCE 
FOR DIGNITY VARIABLE 








Regression 45.54 9 5.06 5.06*
Age 1.25 2 0.62 0.62
Ideology 33.07 1 33.07 33.07*
Position 0.40 1 0.40 0.40
Age and Ideology 3.24 2 1.62 1.62
Age and Position 2.19 2 1.10 1.10
Position and 
Ideology 2.12 1 2.12 2.12
Error 294.51 295 1.00
*Level of Significance .01
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TABLE XVIII
ANALYSIS OF VARIANCE 
FOR ACHIEVEMENT VARIABLE








Regression 23.37 9 2.60 6.17**
Age 0.37 2 0.19 0.43
Ideology 17.78 1 17*. 78 42.24**
Position 1.47 1 1.47 3.50*
Age and Ideology 0.06 2 0.03 0.07
Age and Position 1.17 2 0.59 1.39
Position and 
Ideology 0.20 1 0.20 0.46
Error 124.19 295 0.42
*Level of Significance .10
**Level of Significance .01
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TABLE XIX
ANALYSIS OF VARIANCE 
FOR AUTONOMY VARIABLE 








Regression 26.32 9 2.92 1.25
Age 0.90 2 0.45 0.19
Ideology 3.55 1 3.55 1.53
Position 0.22 1 0.22 0.09
Age and Ideology 5.67 2 2.94 1.26
Age and Position 8.49 2 4.25 1.82
Position and 
Ideology 1.72 1 1.72 0.73
Error 687.47 295 2.33
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TABLE XX
ANALYSIS OF VARIANCE 
FOR MONEY VARIABLE 








Regression 21.42 9 2.38 2.70**
Age 1.78 2 0.99 1.01
Ideology 10.86 1 10.86 12.31**
Position 0.14 1 0.14 0.15
Age and Ideology 1.83 2 0.92 1.03
Age and Position 2.31 2 1.16 1.31
Position and 
Ideology 2.89 1 2.89 3.27*
Error 260.17 295 0.88
*Level of Significance .10
**Level of Significance .01
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TABLE XXI
ANALYSIS OF VARIANCE 
FOR INDIVIDUALITY VARIABLE








Regression 39.72 9 4.41 4.73*
Age 0.35 2 0.18 0.19
Ideology 35.16 1 35.16 37.66*
Position 0.03 1 0.03 0.04
Age and Ideology 1.81 2 0.91 0.96
Age and Position 0.12 2 0.06 0.06
Position and 
Ideology 0.14 1 0.14 0.15
Error 275.41 295 0.93
*Level of Significance .01
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TABLE XXII
ANALYSIS OF VARIANCE 
FOR JOB SATISFACTION VARIABLE 








Regression 7.32 9 0.81 3.15**
Age 0.15 2 0.08 0.30
Ideology 3.63 1 3.63 14.04**
Position 0.05 1 0.05 0.21
Age and Ideology 1.49 2 0.75 2.89*
Age and Position 0.46 2 0.23 0.90
Position and 
Ideology 0.01 1 0.01 0.05
Error 76.17 295 0.26
*Level of Significance .10
**Level of Significance .01
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TABLE XXIII
ANALYSIS OF VARIANCE 
FOR INFLUENCE VARIABLE








Regression 31.41 9 3.49 2.13*
Age 6.70 2 3.35 2.04
Ideology 7.̂ 3 1 7.13 4.36*
Position 1.39 1 1.39 0.84
Age and Ideology 13.17 2 6.59 4.02*
Age and Position 0.67 2 0.34 0.20
Position and 
Ideology 2.33 1 2.33 1.42
Error 4S2.S0 295 1.64
*Level of Significance .05
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TABLE XXIV
ANALYSIS OF VARIANCE 
FOR SECURITY VARIABLE








Regression 39.41 9 4.3 8 2.43*
Age 5.12 2 2.56 1.42
Ideology 15.96 1 15.96 8.87**
Position 2.60 1 2.60 1.45
Age and Ideology 2.83 2 1.41 0.76
Age and Position 0.89 2 0.45 0.24
Position and 
Ideology 0.10 1 0.10 0.05
Error 530.65 295 1.80
*Level of Significance .05




ANALYSIS OF VARIANCE 
FOR POWER VARIABLE








Regression 159.86 9 17.76 7.60**
Age 9.44 2 4.72 2.02
Ideology 148.54 1 148.54 63.59**
Position 0.22 1 0.22 0.10
Age and Ideology 20.27 2 10.14 4.34*
Age and Position 4.05 2 2.03 0.87
Position and 
Ideology 0.23 1 0.23 0.10
Error 689.14 295 2.34
*Level of Significance .05
**Level of Significance .01
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TABLE XXVI
ANALYSIS OF VARIANCE 
FOR CREATIVITY VARIABLE 








Regression 36.97 9 4.11 5.55*
Age 2.17 2 1.09 1.47
Ideology 24.57 1 24.57 33.19*
Position 0.44 1 0.44 0.60
Age and Ideology 2.12 2 1.06 1.43
Age and Position 1.75 2 0.98 1.18
Position and 
Ideology 0.59 1 0.59 0.79
Error 218.45 295 0.74
*Level of Significance .01
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TABLE XXVII
ANALYSIS OF VARIANCE 
FOR SUCCESS VARIABLE








Regression 28.69 9 3.19 3.89**
Age 6.52 2 3.26 3.98*
Ideology 12.47 1 12.47 15.25**
Position 0.09 1 0.09 0.11
Age and Ideology 1.30 2 0.65 0.80
Age and Position 0.10 2 0.05 0.06
Position and 
Ideology 0.27 1 0.27 0.32
Error 241.29 295 0.82
*Level of Significance .05
**Level of Significance .01
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TABLE XXVIII
ANALYSIS OF VARIANCE 
FOR PRESTIGE VARIABLE








Regression 12.33 9 1.37 0.82
Age 0.37 2 0.19 0.11
Ideology 3.58 1 3.5 8 2.14
Position 1.56 1 1.56 0.93
Age and Ideology 6.34 2 3.17 1.90
Age and Position 0.59 2 0.29 0.18
Position and 
Ideology 5.91 1 5.91 3.53*
Error 493.39 295 1.67
*Level of Significance .10
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TABLE XXIX
ANALYSIS OF VARIANCE 
FOR EMPLOYEES VARIABLE








Regression 17.53 9 1.95 4.03***
Age 3.48 2 1.74 3.61**
Ideology 12.66 1 12.66 26.25***
Position 1.51 1 1.51 3.14*
Age and Ideology 5.09 2 2.55 5.27***
Age and Position 0.39 2 0.19 O.Z.1
Position and 
Ideology 0.08 1 0.08 0.17
Error 142.36 295 0.48
*Level of Significance .10
**Level of Significance .05
***Level of Significance .01
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TABLE XXX
ANALYSIS OF VARIANCE 
FOR MY CO-WORKERS VARIABLE








Regression 15.97 9 1.77 3.73*
Age 0.72 2 0.36 0.76
Ideology 13.58 1 13.58 28.52*
Position 0.02 1 0.02 0.04
Age and Ideology 0.48 2 0.24 0.49
Age and Position 0.00 2 0.00 0.00
Position and 
Ideology 0.00 1 0.00 0.00
Error 140.02 295 0.48
*Level of Significance .01
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TABLE XXXI
ANALYSIS OF VARIANCE 
FOR CRAFTSMEN VARIABLE 








Regression 30.44 9 3.3 8 2.21*
Age 2.58 2 1.29 0.84
Ideology 7.16 1 7.16 4.68*
Position 0.00 1 0.00 0.00
Age and Ideology 10.20 2 5.10 3.34*
Age and Position 4.97 2 2.49 1.62
Position and 
Ideology 1.23 1 1.23 0.80
Error 451.15 295 1.53
*Level of Significance .05
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TABLE XXXII
ANALYSIS OF VARIANCE 
FOR MY BOSS VARIABLE








Regression 13.69 9 1.52 1.38
Age 2.50 2 1.25 1.14
Ideology 7.57 1 7.57 6.89*
Position 0.79 1 0.79 0.72
Age and Ideology 0.96 2 0.48 0.44
Age and Position 0.26 2 0.13 0.12
Position and 
Ideology O.69 1 0.69 0.63
Error 323.96 295 1.10
*Level of Significance .01
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TABLE XXXIII
ANALYSIS OF VARIANCE 
FOR OWNERS VARIABLE 








Regression 34.20 9 3.80 3.03**
Age 6.52 2 3.26 2.60*
Ideology 4.59 1 4.59 3.66*
Position 0.09 1 0.09 0.07
Age and Ideology 0.60 2 0.30 0.2 4
Age and Position 3.97 2 1.99 1.58
Position and 
Ideology 3.51 1 3.51 2.80*
Error 369.59 295 1.25
*Level of Significance .10
**Level of Significance .01
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TABLE XXXIV
ANALYSIS OF VARIANCE 
FOR MANAGERS VARIABLE 








Regression 22.43 9 2.49 4.39**
Age 1.89 2 0.95 1.66
Ideology 16.35 1 16.35 28.86**
Position 2.01 1 2.01 3.54*
Age and Ideology 0.33 2 0.16 0.29
Age and Position 3.22 2 1.61 2.84*
Position and 
Ideology 0.55 1 0.55 0.97 .
Error 167.12 295 0.57
*Level of Significance .10
**Level of Significance .01
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TABLE XXXV
ANALYSIS OF VARIANCE 
FOR m  SUBORDINATES VARIABLE








Regression 12.02 9 1.34 3.49*
Age 1.08 2 0.54 1.41
Ideology 9.10 1 9.10 27.79*
Position 0.00 1 0.00 0.00
Age and Ideology 0.69 2 0.35 0.90
Age and Position 0.34 2 0.17 0.44
Position and 
Ideology 0.30 1 0.30 0.78
Error 112.85 295 0.38
*Level of Significance .01
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TABLE XXXVI
ANALYSIS OF VARIANCE 
FOR LABORERS VARIABLE








Regression 31.82 9 3.54 2.50*
Age 2.69 2 1.35 0.95
Ideology 21.15 1 21.15 14.93*
Position 1.35 1 1.35 0.95
Age and Ideology 0.22 2 0.11 0.07
Age and Position 3.41 2 1.71 1.20
Position and 
Ideology 0.12 1 0.12 0.0S
Error 417.89 295 1.42
*Level of Significance .01
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TABLE XXXVII
ANALYSIS OF VARIANCE 
FOR MY COMPANY VARIABLE








Regression 20.88 9 2.32 4.73*
Age 1.83 2 0.92 1.87
Ideology 15.33 1 15.33 31.26*
Position 0.00 1 0.00 0.00
Age and Ideology 1.08 2 0.54 1.09
Age and Position 0.13 2 0.07 0.13
Position and 
Ideology 0.02 1 0.02 0.03
Error 144.68 295 0.49
*Level of Significance .01
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TABLE XXXVIII
ANALYSIS OF VARIANCE 
FOR BLUE-COLLAR WORKERS VARIABLE








Regression 45-58 9 5.06 4.37*
Age 2.06 2 1.03 0.88
Ideology 28.59 1 28.59 28.59*
Position 0.08 1 0.08 0.08
Age and Ideology 1.02 2 0.51 1.02
Age and Position 0.48 2 0.24 0.48
Position and 
Ideology 0.00 1 0.00 0.00
Error 341.68 295 1.16
*Level of Significance .01
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TABLE XXXIX
ANALYSIS OF VARIANCE 
FOR GOVERNMENT VARIABLE




Degrees of' Mean 
Freedom Square F-Ratio
Regression 17.41 9 1.93 1.16
Age 0.47 2 0.24 0.14
Ideology 9.13 1 9.13 5.47*
Position 0.00 1 0.00 0.00
Age and Ideology 1.69 2 0.85 0.51
Age and Position 3.04 2 1.52 0.91
Position and 
Ideology 0.14 1 0.14 0.09
Error 492.65 295 1.67
*Level of Significance .05
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TABLE XL
ANALYSIS OF VARIANCE 
FOR STOCKHOLDERS VARIABLE 








Regression 31.93 9 3.55 3.18**
Age 10.42 2 5.21 4.67*
Ideology 8.76 1 8.76 7.85**
Position 0.92 1 0.92 0.82
Age and Ideology 1.80 2 0.90 0.80
Age and Position 1.29 2 0.65 0.58
Position and 
Ideology 0.02 1 0.02 0.02
Error 329.19 295 1.16
*Level of Significance .05
**Level of Significance .01
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TABLE XLI
ANALYSIS OF VARIANCE 
FOR TECHNICAL EMPLOYEES VARIABLE








Regression 29.96 9 3.33 3.60**
Age 0.26 2 0.13 0.14
Ideology 15.23 1 15.23 16.46**
Position 0.31 1 0.31 0.34
Age and Ideology 0.62 2 0.31 0.34
Age and Position 1.99 2 0.99 1.08
Position and 
Ideology 2.81 1 2.81 3.04*
Error 273.00 295 0.93
*Level of Significance .10
**Level of Significance .01
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TABLE XLII
ANALYSIS OF VARIANCE 
FOR ME VARIABLE








Regression 20.54 9 2.28 3.30**
Age 0.14 2 0.07 0.10
Ideology 10.13 1 10.13 14.67**
Position 2.04 1 2.04 2.96*
Age and Ideology 0.41 2 0.21 0.29
Age and Position 2.72 2 1.36 1.97
Position and 
Ideology 0.69 1 0.69 1.00
Error 203.70 295 0.69
*Level of Significance .10
**Level of Significance .01
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TABLE XLIII
ANALYSIS OF VARIANCE 
FOR LABOR UNIONS VARIABLE








Regression 70.59 9 7.84 2.48***
Age 3.53 2 1.77 0.56
Ideology 20. AO 1 20.40 6.47**
Position 7.08 1 7.0 8 2.24
Age and Ideology 6.65 2 3.33 1.05
Age and Position 16.51 2 8.26 2.62*
Position and 
Ideology 5.80 1 5.80 1.84
Error 930.16 295 3.15
*Level of Significance .10
**Level of Significance .05
***Level of Significance .01
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TABLE XLIV
ANALYSIS OF VARIANCE 
FOR WHITE-COLLAR EMPLOYEES VARIABLE 








Regression 31.53 9 3.50 4.26**
Age 1.63 2 0.82 0.99
Ideology 22.72 1 22.72 27.67**
Position 2.22 1 2.22 2.71*
Age and Ideology 2.94 2 1.47 1.79
Age and Position 3.86 2 1.93 2.34*
Position and 
Ideology 0.40 1 0.40 0.48
Error 242.25 295 0.82
*Level of Significance .10
**Level of Significance .01
CHAPTER IV
INTERPRETATIONS, CONCLUSIONS,
AND SUGGESTIONS FOR FUTURE RESEARCH
In this chapter, the results of the research reported in 
Chapter III are interpreted and discussed. First, the results con­
cerning the effects of age on personal value systems are analyzed 
and, then, the findings pertaining to the effects of position on 
personal values are examined. This includes a discussion on the 
possible implications of each of the findings for management.
Finally, suggestions for future research based on the results of 
this study are made.
EFFECTS OF AGE ON PERSONAL VALUE SYSTEMS
In Chapter I of this study, evidence from the literature was 
presented that supported the alleged existence in America of a "gener­
ation gap." This "generation gap" concept contends that Americans 
under 30 years of age have a new set of personal values that are 
quite different from the values possessed by the older generations. 
Further, it is suggested by many authors that this Unique personal 
value system possessed by the young will, have a profound effect on
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1 2  3society. Such authors as Athos, Booker, and Fielden have analyzed
this situation from a business perspective and predicted that the
"generation gap" will result in significant changes for business
organizations.
Therefore, a major purpose of this research was to determine 
if there is a statistically significant difference in the personal 
value systems of young and old managers in the commercial banking 
industry. In keeping with this purpose and in light of the signifi­
cant support for the existence of the "generation gap," Hypotheses 1, 
2, 4, and 5 were developed. These hypotheses suggest that young bank 
managers have distinguishably different personal values from old bank 
managers.
Personal Values of Young and Old Bank Managers
The results of this research, reported in Chapter III, do 
not strongly support the above mentioned hypotheses. Of the 37 
concepts measured, only four showed any significance for the age 
variable. Consequently, the contention that age alone is a signifi­
cant determinant of personal value systems was not substantiated by 
the research findings. Instead, for 33 of the concepts, there was no 
significant difference in how the three age groups perceived the con­
cepts' importance. These results suggest that the personal values of
1Anthony G. Athos, "Is the Corporation Next to Fall,"
Harvard Business Review, 48 (January-February, 1970), p. 49•
^ward E. Booker, "Business and the Generation Gap," 
Business Horizons, 11, No. 6 (December, 1968), pp. 50-52.
3John S. Fielden, "Today the Campus, Tomorrow the Corpo­
rations ," Business Horizons, 13, No. 3 (June, 1970), pp. 13-20.
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the bank manager participants in this study cannot be reliably dif­
ferentiated on the basis of age alone. However, even though the 
"generation gap" concept was not generally validated, four of the 
concepts measured did show a significant difference between young and 
old managers. The question, then, is why do these differences exist? 
A possible explanation may be maturity and experience. The older 
managers may differ from the young managers in their opinions about 
the importance of these concepts because they have more experience 
and, consequently, view their organizations from a different per­
spective.
In Figure 1, the means by age group of the three concepts 
significant at the .05 level have been plotted. The concept Success, 
for example, shows that the older the managers were in this study, 
the less was the perceived importance of Success. This may be 
explained by the fact that the young manager has much of his life and 
accomplishments ahead of him and, consequently, Success may represent 
a desired esteem and self-actualization.
A second concept showing significance was Stockholders. As 
noted in Figure 1, the perceived importance of Stockholders increased 
with the age of the participating managers. This may be due to the 
fact that older managers have a greater awareness of the need for 
stockholders by virtue of having had more experience with organiza­
tions. In addition, it is likely that a greater number of old 
managers than young managers own stock and, therefore, identify with 
stockholders.
FIGURE 1
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The third concept shown in Figure 1 is Employees. In this 
case, those managers under 30 years of age rated Employees less 
important than did the two older groups of managers. There is no way 
of knowing from the data collected in this study exactly why this 
situation exists. However, Employees was also significant for the 
interaction between the age and ideology variables which is discussed 
later in this chapter and, perhaps, this provides a better insight 
into the cause of this difference.
In summary, the results of this study of bank managers did 
not support the contention that young bank managers under 30 years of 
age have significantly different personal value systems from old bank 
managers. Only three of the concepts were significant at the .05 
level for the age variable alone and this does not appear to be suf­
ficient evidence to verify the "generation gap" concept. However, 
this should not be interpreted to mean that age has no significance 
for management. As evidenced by the concepts Success, Stockholders, 
and Employees, young and old bank managers do view certain concepts 
differently and this fact should be of interest to managers. The 
reasons for these differences, however, are at this point a matter of 
conjecture, but, as noted previously, one explanation may be that it 
is a result of differences in experiences and maturity.
In the next section of this chapter, the results of the 
interaction between the age and ideology variables are discussed. 
Perhaps this discussion provides a better understanding of the age 
issue.
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The Significance of Ideologies and Age
As recorded in Chapter I, a frequently stated explanation 
for the difference in personal values between the generations is that 
it is a consequence of conflicting ideologies. In this sense, the 
members of the under-30 generation are considered to be idealists, 
and the members of the older generations are considered to be prag­
matists. However, the results of this study do not show this to 
consistently be the case. Instead, as noted in Chapter III, five 
of the 37 concepts measured indicated significance for the inter­
action of the age and ideology variables. These five concepts are 
Job Satisfaction, Influence, Power, Employees, and Craftsmen. Thus, 
these results seem to question the validity of the often asserted 
generalization that the young are idealistic and the old are prag­
matic. For only five concepts was there a significant difference 
between pragmatists and idealists within a certain age group. How­
ever, for these five concepts, there was a significant difference in 
ideologies within a specific age group. Furthermore, observation of 
the results for all the concepts shows a representation of prag­
matists and idealists in each age classification.
One of the concepts to show significance for the inter­
action of age and ideology was Job Satisfaction. Although not meet­
ing the .05 level of confidence criterion, Job Satisfaction was 
significant at the .10 level and in Figure 2 the means by age and 
ideology for this concept have been plotted. It can be seen in this 
figure that in the under-30 age group, the difference between 
pragmatists and idealists is significant. The young idealists
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consider Job Satisfaction very important which is in keeping with the 
statement by Hall that "Not only is the intrinsic meaning and 
challenge of a job important, but also the consequences of one's 
work are more important to youth.However, despite this reaction 
by the young idealists, a significant number of the under-30 group 
were pragmatic about Job Satisfaction and rated its importance 
considerably lower.
FIGURE 2











Whereas there was a significant difference in the young 
idealists' and young pragmatists' opinions about the importance of 
Job Satisfaction, such was not the case in the over-40 age group.
In this oldest group, the two ideologies converged to the point where 
the difference between them was very small. Thus, it would appear 
that as the managers got older, both the idealists and the pragmatists
^Douglas T. Hall, "Potential for Career Growth," Personnel 
Administration. 34, No. 3 (May-June, 1971)» PP« 18-19-
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moderated their views. As suggested earlier, this may be a result of 
experience and maturity. We cannot know if the present under-30 
managers will moderate their positions as they grow older, but this 
seems a reasonable expectation.
A second concept significant for the age and ideology inter­
action was Power. In this case, as recorded in Figure 3, there was a 
substantial disagreement between the pragmatists and idealists at all 
age levels. This may be explained by the controversial nature of the 
concept Power. To many persons, Power has a very negative connotar 
tion. It is considered to be the cause of social injustice, the 
means of exploitation and abuse. As has been stated by Hicks, "Power 
has been seen as taking away the rights or property of persons, and 
therefore evil. It thus has been viewed as the opposite of love, 
which usually is seen as giving. Also, power creat.es the uncomfort­
able position of dependence of a person upon one who holds power over 
him." Therefore, it seems likely that the idealists in this study 
rated Power very low in importance because they consider it to be the 
means or cause of wrongdoing.
5Herbert G. Hicks, Organization: A General Analysis, 
Unpublished manuscript, Louisiana State University.
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But what about the pragmatists? Why did they see Power as 
being significantly more important? Hicks wrote, "Recent years have 
witnessed increased acceptance of the idea that power is a natural, 
necessary feature of organizations. In this newer view, power is not 
seen as either good or bad, but as elemental."^ Thus, the pragmatists 
in this study may view Power as the necessary means of accomplishment. 
They may consider it an absolute necessity for organizations, as only 
with Power can objectives be obtained.
Further, as was the case with Job Satisfaction, the dif­
ference between the two ideological positions was less for the bank 
managers over 40 than for the bank managers under 30. However, even 
though the managers over 40 disagreed less about the importance of
6Ibid.
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Power, there still was a substantial difference of opinion. It may­
be that the older idealists consider Power to be the cause of in­
justice, but, nevertheless, they appreciate its value in getting 
things accomplished.
Still another concept significant for the interaction of 
age and ideology is Influence. As shown in Figure 4, the perceived 
difference in the pragmatists and idealists in the first two age 
groups is very small. In the oldest group of managers, however, the 
pragmatists consider Influence much more important than the idealists. 
The author finds this result to be very curious and difficult to 
explain. Technically, the terms Power and Influence are synonymous 
and should logically be viewed similarly. However, as has been 
demonstrated, this was not true in this study. Possibly the concept 
Influence does not have the same negative connotation to some people 
as Power does. Instead, it may be viewed as a more legitimate means 
of persuasion. But this does not explain the great difference 
between the old pragmatists and old idealists. Perhaps this would 
be better explained through further research.
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A fourth concept to have age and ideology significance is 
Employees. In a previous section of this chapter, it was noted that 
Employees was significant for the age variable alone, but no logical 
explanation for this result was found. However, with the inclusion 
of ideology, this issue may be more easily understood. In Figure 5» 
it can be seen that the young pragmatists consider Employees to be 
less important than the young idealists. On the other hand, in the 
two older groups, the ratings of the two ideologies begin to converge 
to where the difference between the ideologies in the over-40 age 
group is quite small.
93
FIGURE 5













The important question seems to be why did the young prag­
matists rate Employees so much lower than did the other managers? 
There is no way of knowing exactly why this occurred. However, one 
possible explanation could be that a young pragmatic manager, in an 
attempt to identify with management, may suggest that lower-level 
employees are not as critical to organizational success.
Finally, the last concept to be significant for this test 
was Craftsmen. In Figure 6, it is noted that whereas the idealistic 
and pragmatic managers in the over-40 age group agreed about the 
importance of Craftsmen, the pragmatists and idealists in the two 
younger groups disagreed. Again, as was the case with Job Satis­
faction, Power, and Employees, the older pragmatists and idealists 
had more moderate views than the younger managers.
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In summary, the results of this research do not support the 
generalization that young managers are idealistic and old managers 
are pragmatic. Instead, five of the concepts measured indicated 
significance for the age and ideology interaction, and idealists and 
pragmatists are well-represented in each age classification. Of the 
five significant concepts, four showed a large disparity between 
idealists and pragmatists in the under-30 age group and a convergence 
of positions in the two older groups. For these four concepts, the 
older the managers were, the more moderate were their views, regard­
less of ideology.
Implications for Management
In Chapter I, it was noted that this study has several 
limiting factors. Therefore, any generalization and resulting impli­
cations for management must be made in light of these limitations.
The subjects in this study were all managers in the commercial banking
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industry. Consequently, the conclusions reached are only coinciden­
tally valid for persons in lower positions or in different industries.
What do the results of this study on the effects of age on 
personal value systems mean to management? The major finding of this 
research concerns the "generation gap" concept. As previously noted, 
the personal values of the respondents in this research could not be 
reliably differentiated on the basis of age alone. That is, the young 
under-30 bank managers did not have personal value systems signifi­
cantly different from the older managers. The importance of this 
finding to management is that predictions about major changes in 
organizations as a result of the "generation gap" do not seem valid 
according to the concepts analyzed in this study. Since much has 
been written about the personal values of the youth culture and about 
its future implications for management and organizations, this would 
seem to be an important finding. By using this information, managers 
may be able to more effectively predict and, hence, provide for the 
future of their organizations.
The fact that several of the concepts measured did show 
some significance for age should also have meaning for management.
The concepts Success, Stockholders, Employees, and Owners were viewed 
differently by the young and old managers. Therefore, management may 
be able to use this knowledge to better understand the behavior of 
its personnel. For example, since Success is more important to young 
managers than old managers, management may be able to utilize this 
information in assigning responsibilities and in providing incentives.
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The findings concerning the ideologies of the managers also 
have implications for management. These results show that idealists 
and pragmatists are found among all age groups and, therefore, not all 
young managers can be expected to behave idealistically nor all old 
managers pragmatically. However, the results did show that there is 
a substantial difference in how the idealists and pragmatists viewed 
the 37 managerial concepts. Since these concepts are critical for 
organizational success, this seems to be a significant finding. By 
utilizing this information, a firm may be able to.select managers 
who more closely identify with and support the firm's objectives. 
Further, it may be possible to better predict the future of an 
organization by determining the ideologies of the major decision 
makers.
Also, the results indicated that the views of the under-30 
participants were frequently more extreme than those of the older 
managers. This may be of some assistance to management in under­
standing and predicting the behavior of its personnel. The young 
managers may be expected to be more radical in their views regardless 
of whether they are idealists or pragmatists. On the other hand, the 
older managers may be expected to have more moderate views.
Finally, it should be noted that the implications and sug­
gestions cited above are only tentative. Studies of the managers in 
other industries are needed to substantiate or correct the tendencies 
found in this study. These results may not be typical of other 
industries. Also, it is important to remember that many other factors 
in addition to age and ideology contribute to an individual's behavior.
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EFFECTS OF POSITION ON PERSONAL VALUE SYSTEMS
In addition to age, a second factor considered in this study
of personal value systems was position. As mentioned in Chapter I,
when a person assumes a position in an organization he obtains a
certain status commensurate with that position, and each status has a
role. As noted by Davis, this role . . includes attitudes, values,
and behavior ascribed by the society to any and all persons occupying
7a specific position.” Therefore, if a manager adopts a behavior 
pattern appropriate to his position, will this role affect his 
personal value system?
A second major purpose of this research was to determine if 
there is a statistically significant difference in the personal values 
of high- and low-level managers in the commercial banking industry 
and, for this purpose, Hypotheses 3 and 6 were developed. Because of 
the strong support of age as an indicator of values, these two hypoth­
eses predicted that the values of bank managers are not significantly 
affected by level of managerial position.
Personal Values of High- and Low-Level Managers
As recorded in Chapter III, the findings of this study sup­
port the hypotheses concerned with the effects of position on personal 
values. Only one of the 37 concepts tested for the position variable 
indicated significance at the required level with six more approaching
7Keith Davis, Human Behavior at Work: Human Relations and 
Organizational Behavior (New York: McGraw-Hill Book Company, 1972),
p. 26,
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this level of confidence. Therefore, the prediction that the personal 
values of bank managers are not significantly affected by level of 
managerial position seems to be confirmed by the results.
The one concept to show significance was Organizational 
Efficiency. In this case, the lower-level managers considered 
Organizational Efficiency less important than the higher-level 
managers. In addition, the concepts Organizational Growth, Achieve­
ment, Employees, Managers, Me, and White-Collar Employees approached 
the accepted level of confidence.
The Significance of Position and Age
Another test conducted in this research was the interaction 
of the position and age variables. Given the hypotheses previously 
stated, it was not anticipated that this test would show significance 
and, as noted in Chapter III, this prediction was supported by the 
results. Again, as was true with the position test alone, only 
Organizational Efficiency was significant at the required level. The 
findings indicated that young managers in high-level positions view 
Organizational Efficiency significantly less important than young 
managers in low-level positions. In the author's opinion, this can 
only be explained through future research as no logical explanation 
is apparent.
The Significance of Position and Ideology
Finally, the last test in this study was the interaction of 
position and ideology. As recorded in Chapter III, none of the 37
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concepts showed significance for this test. Therefore, the suggestion 
that ideologies cannot be identified by level of managerial position 
was supported by the results of the research.
Implications for Management
As was predicted by the hypotheses in this study, the 
position variable was not found to have a significant influence on the 
personal value systems of bank managers. The question, then, is what 
possible meaning does this have for management?
In Chapter I, it was noted that much has been written in the 
literature about status and role playing. This literature contends 
that when an individual assumes a new position, he adopts a behavior 
pattern appropriate to that position. In the author’s opinion, the 
results of this research do not question this theory. Instead, the 
findings seem to suggest that even though the individual may role 
play and exhibit new behavior patterns as he changes positions, his 
personal values are not significantly affected. Therefore, if this is 
correct, management should not anticipate changes in personal values 
of its personnel as they change positions. Perhaps an individual will 
change his observable behavior pattern as he moves into a new situa­
tion, but continue to view basic concepts in accordance with his 
unchanged personal value system. By using this knowledge, management 
may be able to better understand and effectively utilize its personnel.
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SUMMARY
The objective of this empirically-based study was to inves­
tigate the effects, if any, of age and position on the personal value 
systems of bank managers. For this purpose, the hypotheses outlined 
in Chapter I were developed, and in Chapter III, the results of this 
research coneming the testing of the hypotheses were presented.
Of the 305 subject managers in this study, 191 were in high- 
level managerial positions and 114 were low-level managers. The mean 
ages were 27.1 for the 50 managers tinder 30 years, 34.6 for the 151 
managers in the 30 to 40 years category, and 47*2 for the 104 
managers over 40 years old.
The "Generation Gap"
The results of the research on the effects of age on the 
personal values of bank managers do not support Hypotheses 1, 2, 4, 
and 5. These hypotheses suggested that young managers in the banking 
industry have personal value systems significantly different from the 
personal values of the older generations. However, of the 37 concepts 
used to test values, only four indicated any significance for the age 
variable. In other words, ohly for the concepts Success, Stockholders, 
Employees, and Owners was there a significant difference between young 
and old managers. This does not seem to be sufficient evidence to 
support the "generation gap" concept. However, the fact that there 
was an age difference for these four concepts may have meaning for 
management.
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One of the concepts significant for age was Success. In 
this case, the older the managers were in the study, the less was the 
perceived importance of Success. Another significant concept was 
Stockholders, where the findings show that the perceived importance 
of Stockholders increases with the age of the participating managers. 
Further, the concept Employees indicated that the managers under 30 
rated Employees less important than did the two older groups of 
managers.
In Chapter I, it was noted that much of the literature con­
tends that the young generation is idealistic and the older genera­
tions are pragmatic. The results of the research, however, do not 
support this generalization. Instead, five of the 37 concepts 
measured indicated significance for the interaction of the age and 
ideology variables. For these concepts, there was a significant 
difference between idealists and pragmatists in a given age group.
More specifically, the concepts Job Satisfaction, Power, Employees, 
and Craftsmen showed a significant difference between idealists and 
pragmatists in the under-30 age group. Further, the findings 
indicated that in several cases the young idealists and young prag­
matists are more extreme in their views than either the pragmatic 
or idealistic members of the older age groups.
In conclusion, there appears to be several significant 
implications for management in the results concerning the relationship 
of age and values. Since the "generation gap" concept was not sup­
ported by the findings, management may be able to use this knowledge 
in more accurately predicting and providing for the future of
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organizations. Also, the facts that there are idealists and prag­
matists in each age group and that these two ideologies disagree on 
the importance of 35 of the 37 concepts may have some significance 
for management. Perhaps this information can be used to better select 
personnel who identify with and support an organization's objectives.
Managerial Position
Hypotheses 3 and 6 predicted that the personal value 
systems of bank managers are not significantly affected by level of 
managerial position, and the findings of the research support this 
prediction. For the test of the position variable alone, only one 
of 37 concepts was significant at the required level. Likewise, the 
test of interaction between position and age showed only one signifi­
cant concept. And finally, the test of the interaction of position 
and ideology indicated no significance. Therefore, Hypotheses 3 and 
6 were strongly supported.
The significance in the results for management may be that 
even though an individual may role play and exhibit new behavior pat­
terns when he changes positions, his personal values are not neces­
sarily affected. Thus, management may be able to utilize this 
information to better understand its personnel.
SUGGESTIONS FOR FUTURE RESEARCH
As noted previously, the conclusions and implications 
reached in this study are only tentative. Therefore, further research 
on personal value systems is needed to substantiate or correct the
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findings. Although much has been written about personal values, the 
present study is the only known empirically-based research on the 
significance of age and position to personal value systems.
Certainly, additional studies in business and industry are 
needed. This research was restricted to the commercial banking 
industry and studies in other industries may result in different 
findings. Also, the subjects in this study were all managers and 
their values may not be representative of the values possessed by 
lower-level personnel. Therefore, further studies of all levels 
should provide a better understanding of personal value systems.
As reported in the previous chapters, several of the con­
cepts measured showed significant differences for the age, position, 
and ideology variables. However, from the results of this study, 
there was no way of determining exactly why these differences oc­
curred. Future research could explore these significant concepts in 
an effort to identify the reasons for the differences of opinion. 
Further, since there was such a great difference in how the idealists 
and pragmatists in this study viewed these concepts, additional 
studies seem needed to identify the determinants of individual 
ideology.
Finally, only 37 concepts were utilized in this research to 
measure individual meaning. Clearly, there are many other concepts 
that play an important role in organizational success. Therefore, 
further study of other concepts to identify differences in opinion 
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Dear Sir:
I am conducting a study of managers in the banking industry. The 
purpose of the study is to provide information that will assist 
bank managers in their operations. Having been a banker for 
several years, I am particularly interested in bank management. 
Also, the results of this report are to serve as the foundation 
for my dissertation, a requirement for the Doctor of Philosophy 
degree in Business Administration at Louisiana State University.
You are being requested to provide information for this study 
because you have successfully entered the managerial profession.
It is only through practicing managers like yourself that I can 
obtain the data necessary for this research. I hope you will 
help me in this study by providing the requested information as 
I feel the area of managerial effectiveness is most important to 
the continued success of every business firm.
Please be assured that the data you furnish will be treated confi­
dentially. It is not necessary to place your name on the question­
naire. Additionally, the data will be combined and analyzed in 
such a manner that neither individuals nor specific banks will be 
identifiable from the completed dissertation. In addition to 
providing the information requested, please feel free to add any 
comments you feel pertinent on the back of the questionnaire.
After you have completed the questionnaire, please place it in 
the envelope provided and mail it to me.
Thank you for your time and effort in making this study possible.
I look forward to receiving your reply. Your response means a 
great deal to me personally. I hope it also makes a significant 
contribution to the study of management in the banking industry.
Sincerely yours,
William S. Slaughter ̂  
Assistant Professor
BIOGRAPHICAL DATA SHEET
AGE:____________  2. SEX (Check): Male___  Female______
EDUCATION: (Please complete the section that indicates the highest educational level obtained. If you have done graduate work or obtained an advanced degree(s), please complete both the section on undergraduate as well as graduate education).
a. Attended High School, did not graduate: Years completed (Circle) 1 2  3
b. High School Graduate: (Check)_____
c. Attended College, did not graduate: Years completed (Circle) 12 3
d. Earned Bachelor's Degree: (Check)______  Major_______________________
e. Earned Master's Degree: (Check)________  Major__________________ _
f. Number of Years Studied Beyond Master's: (Circle) 1 2  3 4 5
Present Position: (Check) (If your position has a different title than 
the choices noted below, please check your equivalent position).
a. Assistant Cashier or First Level Manager_________
b. Second Level Manager _________
c. Assistant Vice President _________
d. Vice President _________
e. President _________
TOTAL YEARS OF FULL-TIME WORKING EXPERIENCE:_________
TOTAL YEARS AS A SUPERVISOR OR MANAGER:__________
TOTAL YEARS WITH PRESENT COMPANY:_________
NUMBER OF EMPLOYEES DIRECTLY UNDER YOUR SUPERVISION:_________
Education of Parent, Guardian or Adult with Greatest Influence on Your Upbringing: (Please complete the section that indicates the highest
educational level obtained).
a. Attended High School, did not graduate: Years completed (Circle) 12 3
b. Hiqh School Graduate: (Check)
c. Attended College, did not graduate: Years completed (Circle) 1 2  3
d. Earned Bachelor's Deqree: (Check) Major
e. Earned Master's Deqree: (Check) Major
f. Number of Years Studied Beyond Master's : (Circle) 1 2  3 4 5
PLEASE TURN TO THE NEXT PAGE
INSTRUCTIONS TO THE FINAL PART OF THE QUESTIONNAIRE
The purpose of the following part of the questionnaire is to obtain your opinion about the importance of certain concepts and the reasons for your opinion. Please make your responses on the basis of your best judgment.
Here are some examples of how you are to complete these questions:
Check a position on the importance scale that is most closely related to your opinion about each concept. Then, check one and only one of the four reasons provided that best explains your opinion.
If you feel the concept is extremely important because it is right, you should check as follows:
Importance X :_____ :______:_____ :_____ :_____ :______ Unimportant
Right X Successful _____  Wrong   Unsuccessful ______
If you feel the concept is important (but not extremely) because it is successful, you should check as follows:
Important _____ : X :______:_____ :______:_____ :______: Unimportant
Right _____  Successful X Wrong   Unsuccessful ____
If you feel the concept is slight unimportant because it is unsuccessful, you should check as follows:
Important _____ :______:______: : X :______:______: Unimportant
Right _____  Successful______  Wrong ______  Unsuccessful X
If you consider the concept to be neutral because it is wrong, check as follows:
Important _____ :_____ :______: X : :_____ : : Unimportant
Right _____  Successful______  Wropg X Unsuccessful ______
IMPORTANT:
(1) Place your check marks in the middle of spaces, not on the 
boundaries: This Not This : : : X : X   :_____ :
(2) CHECK EACH ITEM: Please do not omit any.
(3) Never put more than one check mark on a single line.
Make each item a separate and independent judgment. Work at a fairly high speed. Do not puzzle over individual items or try to remember how you 
checked similar items on the other sentence. It is your first impression that we want. On the other hand, please do not be careless because we want 
your true impressions.
PLEASE TURN TO THE NEXT PAGE TO COMPLETE THE FINAL SECTION OF THIS QUESTIONNAIRE.
Important : :
HIGH PRODUCTIVITY 
: : : Unimportant




Right Successful Wrong Unsuccessful
Important
EMPLOYEE WELFARE
• • • • • ■ Unimportant








Right Successful Wrong Unsuccessful
ORGANIZATIONAL EFFICIENCY
Important { J s i : : : Unimportant
Right Successful Wrong Unsuccessful
SOCIAL WELFARE
Important : . ; : . • • Unimportant
Right Successful Wrong Unsuccessful
ORGANIZATIONAL GROWTH
Important • ; : S Unimportant
Right Successful Wrong Unsuccessful
LEISURE
Important . ; . : • 5 Unimportant
Right Successful Wrong Unsuccessful
DIGNITY
Important • • • • • • ! • : Unimportant






_____ s______ s______ :______ s Unimportant
Wrong ________ Unsuccessful_ ______
AUTONOMY
Important ______s______ :______ :______ s______ s______ :______ : Unimportant
Riqht Successful Wronq Unsuccessful
Important • • • •
MONEY
• • • • Unimportant
Riqht Successful Wronq Unsuccessful
Important
INDIVIDUALITY 
: : : Unimportant
Riqht Successful Wronq Unsuccessful
Important
JOB SATISFACTION
• • • • • • Unimportant
Riqht Successful Wronq Unsuccessful
Important • « • •
INFLUENCE 
• * • Unimportant
Riqht Successful Wronq Unsuccessful
SECURITY
Important • { ; j : : : Unimportant
Riqht Successful Wrong Unsuccessful
POWER
Important : j : : • 5 • Unimportant
Right Successful Wrong Unsuccessful
CREATIVITY
Important • • • • Unimportant
Right Successful Wrong Unsuccessful
SUCCESS
Important • • ; ; • J • Unimportant
Riqht Successful Wrong Unsuccessful
PRESTIGE
Important • • • J J Unimportant
Riqht Successful Wrong Unsuccessful
EMPLOYEES
Important
Right ___ Successful Wrong




t : : : : Unimportant
Riqht Successful Wrong Unsuccessful
Important • • • •
MY CO-WORKERS
» •• • • : : : Unimportant
Riqht Successful Wrong Unsuccessful
Important
CRAFTSMEN 
: : : : : Unimportant
Right Successful Wrong Unsuccessful
MY BOSS
Important : : ; : : : ; Unimportant
Right Successful Wrong Unsuccessful
MANAGERS
Important : • • : • Unimportant
Right Successful Wronq Unsuccessful
OWNERS
Important . : • ; • : - Unimportant
Riqht Successful Wrong Unsuccessful
MY SUBORDINATES
Important • J • S • • Unimportant
Riqht Successful Wronq Unsuccessful
LABORERS
Important • • • • Unimportant
Riqht Successful Wrong Unsuccessful
MY COMPANY
Important • • • • • Unimportant
Riqht Successful Wronq Unsuccessful
BLUE COLLAR WORKERS
Important • » • • • • • • • Unimportant
Riqht Successful Wrong Unsuccessful
GOVERNMENT
Important • • • • • • • Unimportant
Right Successful Wrong Unsuccessful
STOCKHOLDERS
Important ______ :______ s_______: . :______ :______ :_______s Unimportant




Riqht Successful Wronq Unsuccessful
Important • • • •
ME
• • • • • • :
Right Successful Wronq Unsuccessful






Right _______  Successful   Wrong   Unsuccessful
WHITE COLLAR EMPLOYEES
. . . . . : : : UnimportantImportant ______ s______ •______ •_______•------ ---------------
Right   Successful    Wrong   Unsuccessful------------
APPENDIX B
jimtiljeasimt pttitaretig
U N IV ER SITY  STA TIO N  
H A M M O N D ,  L O U I S I A N A
70401
Mr. John Doe 
Vice President 
First National Bank 
Memphis, Tennessee
Dear Mr. Doe:
Gil Urban, Vice President and Cashier of the Louisiana National Bank in Baton 
Rouge, Louisiana, has suggested that I contact you for assistance in a study 
of bank managers which I am conducting. I was formerly associated with the 
Louisiana National Bank for several years and have a personal interest in 
banking; therefore, I have selected the banking industry for my study. It is 
a study of personal value systems of managers as related to age and position, 
and the results of the research are to serve as the foundation for my disser­
tation, a requirement for the Doctor of Philosophy degree in Business Admin­
istration at Louisiana State University.
In recent years, much has been written about the emergence of a new value 
system for America's youth. It is often contended that this new set of values 
is distinguishably different from the value system possessed by the older 
generations and is the cause of what is commonly referred to as the "generation 
gap." However, there is apparently no research that determines the possible 
differences in value systems of managers. Therefore, this study is designed 
to investigate the effects, if any, of age and position on the personal values 
of managers in the banking industry.
The importance of values to organizations is generally acknowledged in contem­
porary management literature. Therefore, I believe the conclusions of this 
research will have significant implications for management. For example, the 
study should provide a clearer understanding of conflicts between individuals 
or groups of different ages. It should also help explain the interests and 
publicity given to the more idealistic problems and objectives of business 
organizations in recent years. And finally, the research should help provide 
a stronger basis for prediction about changes in organizations in the future.
The method being employed in this research is a selected national survey of 
bank managers by means of a questionnaire. The questionnaires are to be 
distributed to persons of management status in selected banks around the nation. 
Therefore, I would very much appreciate permission to conduct this research in 
your bank. Furthermore, I would like permission to send the questionnaires to
I
you and request your assistance in distributing them to the managers in your 
institution. The questionnaires take about 10-12 minutes to complete and each 
questionnaire will have a stamped, self-addressed envelope attached to it. In 
addition, the questionnaires are anonymous and the data will be combined and 
analyzed in such a manner that neither individuals or banks will be identifiable 
from the completed dissertation.
If you can participate in this study, please complete the form below and mail 
it to me at your earliest convenience. Also, if you would like a summary of 
the conclusions of this study, please request it and I will be very glad to send 
it to you.
Thank you very much for any assistance you can give me in this matter.
Sincerely yours,
William S. Slaughter 
Assistant Professor
WSStnvs
Ccs Gilbert W. Urban 
Enclosure
_____ Yes, we will assist you in conducting your research.
We will need  ___ copies of the questionnaire.





William Shewen Slaughter, III was born in Baton Rouge, 
Louisiana, on December 16, 1942. He graduated from Baton Rouge High 
School in 1961, and received his Bachelor of Science degree in 
Business Administration from the University of Southwestern Louisiana 
in 1967. In 1968, he received the Master of Business Administration 
degree from Louisiana State University.
He was formerly with the Louisiana National Bank and is 
currently an Assistant Professor of Business Administration at 
Southeastern Louisiana University.
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